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M E M 0 
TO: All Employees 
FROM: Supervisor of Personnel Admlnls~r~tlon 
RE: Vacancy- FACILITIES ASSISTANT 
,~ * * * 
Effective Immediately the fqllowing position 
In the College is available. 
Position: Facilities Assistant 
Classification: Technician I I 
Salary: $877.00- $1022.00 
The job description for this position Is 
posted on all Staff Notice Boards. 
If no applicants fully meet the Pre-requisites, 
appointment may be made at a lower classifi· 
cation 1 eve 1 . 
In keeping with our policy qf filling vacancies 
from within our staff whenever possible, we 
invite applications from all qualified employees 
who are Interested In being considered for thl~ 
position. 
If you wish to apply for this position, you 
should adylse the Supervisor of Personnel 
Administration in writing by 3 October 1975. 
Quote Position Title us~d In this advertisement. 
• I 
,- I 
L. C. Laurie 
Supervisor of Personnel Administration 
M E M 0 
TO: All Employees 
FROM: Supervisor of Personnel Administration 
RE: Vacancy - MEDIA PROJECTS TECHNICIAN 
Effective immediately the following position 
In the College is available, 
Position: Media Projects Technician 
Classification: Technician I I I 
Salary: $997.00- $1155.00 (As of 1 Oct, '75) 
The job description for this position Is posted 
on all Staff Notice Boards. 
If no applicants fully meet the Pre-requisites, 
appointment may be made at a lower classifica-
tion leve 1. 
In keeping with our policy of filling vacancies 
from within our staff whenever possible, we 
invite applications from all qualified employees 
who are Interested in being considered for 
this position. 
If you wish to apply for this position, you 
should advise the Supervisor of Personnel 
Administration in writing by 3 October 197?· 
~uote Position Title used In this advertisement. 
I , ' • • .. 
L. C. 'Laurie 
Supervisor of Personnel Administration 
DOUGL~.S c;:.•,.L>::GE LIBRARY 
M E MIO~Ch:~~ES 
TOl All Employees 
FROM: Supervisor of Personnel Administration 
RE: Va~ancy - A/V TECHNitAL ASSISTANT 
* * * 'i"' 
Effective Immediately the following position 
in the College is available. 
Position; A/V Technical Assistant 
Classification: Technical Assistant 
$795.00- $897.00 
(As of 1 October 1975) 
Salar't: 
The job description for this position Is 
posted on all Staff Notice Boards. 
If no applicants fully meet the 
Pre-requisites, appointment may be made 
at a lower classification level. 
In keeping with our policy of filling 
vacancies from within our staff whenever 
possible, we invit~ applications from 
all qualified employees who are interested 
In being considered for this position. 
If you wish to apply for this position, 
you should advise the Supervisor of 
Personnel Administration In writing by 
3 October 1975. Quote Position Title 
used in this advertisement. 
' ' 
L; C. Laurie 
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DISTRICT OF "'PL~ RIDGI (HANlY) REC'D S~? ~ ~ 1375 
PROGL\MHI 
WQUIR 
DOUGLAS C0LL:?:~"'E LIBRARY 
ARCHi'JES 
An excltln& and challenging ~pport~nlty ~~r a parson with abilltJ 
and lnltlatlve ln a rapidly ~xpandlna Fraser Valley HunicipalltJ·· 
The responsibilltlee of ~he pQ~l~l'n involve the development and 
supervision of a well diversified proar~ of recreation that le 
lntcarated w'th the School Board, College and other a1encies. 
The s~ccessful person should have a Degree or Diploma ln recrea-
tion plus dcmon•trated cxperle~ce in ,ecreation leadership and 
organization. · Special · tratniqa in tbf areae of Youth, Senior 
Cltizcne and O~tdoor Recreation are ~n asset. 
Salary~ $11,724 - $14,076 per annum plus aood frinae benefite 
Appllcatlone in vrltlna vlth complet• res~ will be recelvad byz 
~. J.· GodfreJ, lecroatton Superintendent 
1194] • 225tb Str-et, "-Pl• lldle 
------- ·- --- ------
DOUGLAS . COLLEGE 
DATI: September 24, 1975, 
TO MAD HATTER 
FROM: David R. Wi~ltams 
QE Li~rary Hqurs - Saturday 
Commencing Saturday, Septeaber 27, 1975, the libraries of Douglas 
College will be open from 9:00 a.a. till 1:00 ~··· every Saturday. 
DRW/gb 
David R. Williams, 




Women, you and the office: 
facing the truth. And 
what to do about it. 
ByJudylaine Fine 
. . 
Ungrateful bitch! You'd gone out of your way to be decent to her-turned a blind eye to all those one-and-a-half-hour lunches. the endless telephone calls from the boyfriend, 
the long absences while she chatted with the girls down the 
corridor. And now! This is the thanks yoll get-a letter of resigna-
tion slammed on your desk. Even then. you'd done the honorable 
thing-offered her more money. She'd grinned-or was it a 
triumphant sneer?-and said no thanks, she was going anyway. 
Five months. The one before had stayed seven. And the one 
before that only two. You can't win. They come, they go. And 
you have to start again. · 
Well, maybe it's time you faced the truth. You are the reason 
the women who work for you quit on you. They walk out because. 
they don't respect you and they're not satisfied with their jobs. 
And they'll continue to walk out on you again and again and 
again-unless you wake up to what's really going on. It's a whole 
· new ball game, and if you want to get on with the women who 
work for-and with-you, you'd better learn the rules: 
Most men in business today haven't a clue what the women 
who work for them want. ''There's a whole new wave of women 
in business today," says Herman Smith, a Toronto management 
recruitin~ consultant. "They no longer pride themselves exclusively 
on workmg for an individual boss. Women today are interested 
in the goalS of the corporation. It's not just money that they are 
demanding; they want to stand up and be counted. Most employers 
don't realize this." 
But they do realize one thing. High annual turnover costs a 
lot of time and money. Paying for ads, interviewing applicants 
and teaching new girls the old ropes isn't the best way to fill your 
day. Unless you happen to be running a job placement service. 
Honey Davis owns a female placement agency in downtown 










It's not good enough to yell: "I don't ~v~ ~,da.1:11!l ·who, .. 
just get me a new girl." Figure out what"sort 0fjob-you're 
trying to fill-most men don't have a clue. 
the labor force after raising a family. 
She says: "Fifteen years ago we were 
inundated with responses for recep-
tionists' positions, jobs that demanded 
nothing more than eight hours a day. 
Now we can't fill them. But an ad that 
mentions the word 'promotable' . .. we 
have hundreds of women on file who 
want a job that will give them a chance 
to be creative, take some initiative and 
dig in. And more than three-quarters of 
them want an opportunity for advance-
ment." 
A few months ago, Mrs. Davis sent 
several stenos to an ad agency executive. 
None of them fit the bill. The problem, 
she says, was not that the women she had 
suggested were incapable but that the ad 
executive really needed an assistant, 
not a typist. 
"Most men don't know what kind of 
support person they are looking for 
when they come to us ," says Mrs. Davis, 
"and that's because they have no idea 
what the job is that they are trying to 
fill. " 
Nor do they understand that there are 
rules to the office game. Herman Smith 
sees the office as a sociological group as 
well as a functioning operation. "Every 
office has a Fuehrer, a Big Man on 
Campus, a James Bond and a Uriah 
Heep. Women play Snoop Sister, Doris 
Day, Marilyn Monroe and today, 
Germaine Greer. These people come 
together every day and interact - like 
T. S. Eliot's cocktail party. It's logical 
if the Big Man on Campus hires Doris 
Day." Unfortunately he rarely thinks of 
personalities when he is making his 
choice. 
Job definition and the relationship 
between employee and employer are 
the key issues when hiring a new woman 
for an office position. Most men simply 
don't give them enough weight. Men like 
the executive vice president of a Toronto 
insurance company, whom we'll call Fred 
Miller. He simply yelled, "I don't give 
a damn who, just get me a new girl!" 
Like a lot of men who are in top 
management positions, Fred's attitudes 
towards his female employees haven't 
changed in 20 years. As far as he's 
concerned, the ladies are at work to 
earn extra money fmm nine until five. 
They don't want responsibility and can't 
handle it anyway. They book off sick at 
the drop of a hat, have a higher rate of 
turnover than men, and leave you flat 
for husbands and kids. Fred doesn't 
know exactly how he arrived at these 
conclusions; he's just always believed 
them. And that's that. 
The truth of the matter is that Fred's 
just plain wrong. Over 40 percent of 
Ontario's working women are self-sup-
porting - either single, widowed, di-
vorced or permanently separated. They 
are not working for pin money. In '72, 
1.95 percent of the men in Canada's 
labor force had an absentee rate of one 
week or more ; fewer women- 1.76 per-
cent - booked off sick for the same 
length of time. Fred is right about 
higher turnover for women; at low-
income levels they do change jobs more 
often than men. But in middle- and 
upper-income brackets where they have 
more responsibility, women stay at their 
jobs for the same number of years as 
men. And 60 percent of Canada's female 
labor force is married with children. 
It's more difficult to measure women's 
attitudes towards their work. Not all 
women are clamoring for positions in 
the ulcer ranks. Neither are all men. But 
surveys in both Canada and the U.S. 
have shown conclusively that women, 
like men, are in the work force for ful-
fillment and money. And in that order. 
In a '73 study, an American psychologist 
found that contrary to the generally 
held opinion of managers like Fred 
Miller, there was no difference between 
what men and women rated as important 
in their jobs. Achievement, responsibility 
and financial rewards ranked far higher 
than working conditions, status and job 
security. An introduction to the hand-
some young accountant next door or an 
hour off to go to the beauty parlor 
isn't going to be what makes your new 
secretary happy and more productive. A 
decade ago it might have worked. But 
today you'd do better to give her some 
authority and challenge. She probably 
could have written those last 10 letters 
you dictated word for word. That irate 
customer on the line the other day 
needn't have bothered you at all. 
"Working with that nit-picking ego-
maniac was about as challenging as 
peeling potatoes," was the comment of 
Barbara, the 28-year-old woman with 
five years of secretarial experience who 
was the reason why Fred Miller was 
yelling, "Get me another girl." 
"He saw me as a mindless, coffee-
making typist whose role was to take a 
Jetter and a message. He complained 
constantly of being overworked, but the 
thought of delegating responsibility never 
crossed his mind. During the first 
couple of months I took some initiative 
- when straightforward letters came in, 
I simply answered them. One day he 
noticed a few in my out box and told 
me that I should really have let him 
check them. A high-school dropout 
could have handled those letters without 
trouble. He, of course, was worried that 
I'd screw up and leave him to take the 
blame ... You know, after a few months 
I knew almost as much about insurance 
as he did. But after that episode I just 
did what he told me to do and kept my 
mouth shut. And my eyes open for 
another job." 
There's a key word in Barbara's 
comment. Working with Fred Miller, 
not for. No matter what he thought of 
her, she regarded him (at least for the 
first while) as a partner in business. A 
team working towards corporate goals. 
To complicate matters further, Bar-
biJ.ra's evaluation of her boss's opinion of 
her- a mindless, coffee-making typist-
was also incorrect. "She seemed to be as 
bright as any secretary I've ever had," 
said Fred. "She never blew any of the 
assignments I gave her . . . she was 
efficient too. She'd often have everything 
done by 4 :30 and have her coat on by 
the stroke of five. What more could a 
woman want? Frankly I was surprised 
when she said she was leaving." 
A little late to be surprised. Fred 
should have thought about establishing 
a decent working rapport with his 
secretary the day she arrived. 
"That first day on the job sets up 
more attitudes than the first six months," 
says Herman Smith. " It's essential that 
you take time to focus on the employee-
share attitudes and values about work." 
Barbara clearly remembers her first 
day of employment with Fred Miller. 
She walked in at 10 minutes to nine. He 
waltzed in at 10 o'clock, muttering 
something about a business appointment 
that had gone on longer than expected. 
He spent 15 minutes pointing to files 
and asking her if she had any questions. 
She asked one. While he mumbled the 
answer, he dialled a phone number. She 
didn't ask a second. 
"It's a good idea," says Herman 
Smith, "to take her to lunch the first day. 
The secretary is in the exclusive position 
20 
Men know the rules when it comes to a girlfriend or a wife, 
but not with a secretary. For a start, you're probably being 
too formal-yet you may spend more time with your 
secretary than your wife. 
·•• -t--:".• 
.:. 
of making life better for you and she 
must get to know you and your work 
habits. Do you often check out for three 
or four hours without phoning in? 
Should she cover for you or panic? A 
large proportion of the information 
exchange to begin with should be from 
you to her. It is to your advantage that 
she know your ambitions, personally 
and corporately. Then she can use her 
own talents to maximize your productive 
time." 
"Women are seen as the helpee," 
says Betty Smith, co-ordinator for 
Studies in Management Development at 
York University in Toronto. "As soon 
as a complicated situation arises, the 
guy sends in a man. Meanwhile, paid 
brainpower is sitting idle right under 
his nose." 
Ms. Smith talks about women who 
have worked their way up from secretary 
in a steno pool to secretary to the big 
boss. "While she was working for a guy 
in middle management, the pressure was 
on; if she could take over a lot of his 
day-to-day responsibilities then he would 
have more time to work on promotions. 
When he arrived at the top, he got more 
money, more status, more power, in· 
creased responsibility and a host of male 
assistants. She got what was left - a bit 
more money and all the menial tasks, 
since the important ones were given to 
male assistants. Her boss thinks she 
should be happy because of her increased 
status and the fact that she is in touch 
with high management." 
Actually she's as bored as hell. Her 
first r-:action is to slack off, taking long 
lunch breaks, leaving early or arriving 
late. Later, if the situation doesn't 
improve, she leaves. And takes her 
experience and all the confidential 
information she has picked up with her. 
Ms. Smith conducts management 
courses at York. One of the questions 
that arises most frequently is how to get 
subordinates - mainly women - to 
work more efficiently. Managers realize 
that there is a problem - high turnover 
-and they want a magic solution . 
They arc confounded when Betty 
Smith talks about the same kinds of 
solutions for women as for men, even 
women in low-skill, unpromotable posi-
tions. Volvo's new assembly line policy is 
well-known; men who screwed the same 
bolt into the same wheel for years are 
now building the entire automobile. 
Seeing results for their efforts. The 
question initially was whether the rate of 
production would increase or decrease; 
Volvo was interested in the psyches of 
their workers, but it is also a profit-orient-
ed operation. Results: Increased pro-
duction and decreased turnover. Varia-
tion on the job promotes productivity. 
Still, many companies with a large 
number of female employees in clerical 
positions don't feel that on-the-job 
rotation would be profitable. It's no 
picnic to restructure jobs so that em-
ployees can have a chance to work in 
different departments and see the com-
pany functioning as a whole. Instead, 
corporations try the "benefits route," 
hoping to curtail turnover. Fred Miller's 
insurance company, for example. When 
they hire a woman, they announce that 
included in the deal is a membership to 
the company's Employee Club. Like it 
or not, she gets cut-rate movies, stamp 
and coin clubs, house and garden clubs 
for a small annual membership due-
all benefits extrinsic to the job itself. Not 
only has this scheme proved ineffectual 
in terms of keeping the ladies at their 
jobs longer- why move to the insurance 
company across the street when you can 
be president of the garden club here? -
it's actually started to backfire. Ten 
years ago, many women were working 
to get out of the house and socialize. 
Today they resent the fact that manage-
ment thinks they can be placated by 
frills. They do their jobs with as little 
effort and involvement as possible, 
put in the "required" number of club 
hours each month, and transfer jobs if 
they can get one for the same pay a bit 
closer to home. Extrinsic job benefits 
simply do not enhance the job. 
In smaller offices, the same type of 
situation arises. The so-called Blake 
Grid measures managers on two axes: 
concern for people and task concern. A 
high concern for both people and 
productivity is, of course, optimum. But 
a manager who is so concerned with 
his employees' personal welfare that he 
neglects task concern completely can be 
even more destructive than the boss who 
doesn't give a damn about people's 
feelings as long as they do their job. 
The Country Club Mode, as it is 
called, ensures that the office is un-
productive. It also causes confusion 
because women don't understand how 
to respond. 
Where to draw the line on familiarity 
is one of the most difficult questions to 
answer. Herman Smith feels that men 
and women in offices act far more 
businesslike than necessary. They work 
together for more hours a week than 
each spends with his or her spouse, and 
they should know about each other as 
people. The boss calling his secretary by 
her first name and she calling him Mr. 
So-and-So, for example, is patronizing 
and anachronistic. But how far should 
the informality go? Your wife will get 
upset if your secretary knows more about 
the family's finances than she does. 
Your secretary's husband does not get 
a bang out of hearing her talk about 
your emotional quirks. "The great 
problem," says Herman Smith, "is that 
men and women working together in 
business don't realize that they can trust 
each other." Men know the rules when it 
comes to a girlfriend or wife but not a 
secretary. Women know how to relate to 
a boyfriend or a husband but not a boss. 
"Changes are just beginning to take 
place. It will be 30 years before men and 
women can relate in the office like lab 
partners in college." 
In the meantime, people like Honey 
Davis are trying to find ways of ensuring 
that the relationship between boss and 
secretary has at least a chance of 
working out. Mrs. Davis meets with her 
client personally before beginning her 
search. A few hours in his office during 
regular business hours will tell her a lot 
about his personality and needs. She 
can help him to define the job precisely. 
- Is the position promotable? What 
everyday tasks can he delegate to his new 
secretary in order to make himself more 
productive? Each situation is different, 
but he should realize that after a few 
months, the woman he hires should be 
taking on many of the responsibilities 
that he himself used to handle. 
One criminal lawyer hired a new 
secretary about six months ago and 
made a point of spending Friday after-
noons with her to discuss the week's 
cases. By the time three months had 
gone by, she knew enough about his 
practice to pre-interview clients and set 
all fees. He figures that the number of 
cases he can now handle per month has 
increased by 25 percent; she is happy 
because she feels she too is responsible 
for the firm's success. The $200 bonus 




You can bet the lady in your office is already feeling 
restless. Take her to lunch, tell her about the next big deal, 
buy her a drink. The results may surprise you. 
scoffed at either. Both boss and employee 
understand that an "assistant" is entitled 
to reap a share of the increased profits. 
But Mrs. Davis must also help men 
fill jobs that really are repetitive and 
unpromotable. And she does find women 
who are not after much more than 
answering phones and typing letters. 
She makes it clear, however, that un-
ambitious people - and that goes for 
men as well as women - are not big on 
corporate loyalty. They are not going to 
be the ones who stick around for the 
gold watch. 
But how do you tell? It's not very 
efficient to wait until she storms out to 
realize that you have missed something 
good. And there's no point in taking on 
someone with management potential to 
run the switchboard; within two weeks 
she'd be falling asleep. Ray Cattell, a 
psychologist working at the University 
of Illinois, has made a career out of 
judging personalities. He points out 
some of the characteristics to look for 
when interviewing new prospects. 
People who spend a lot of time 
reading are generally interested in 
improving their lot in life. (Those "what 
do you do in your spare time" questions 
can tell you more than you think.) 
"How's life treating you these days?" is 
more than a passing phrase. Submissive 
people feel that their life is working out 
pretty well - their expectations are 
low - while the dominant types feel 
that they're not achieving nearly enough. 
Keep your eyes open; dependent people 
who need constant direction tend to be 
scrupulously correct. The relaxed in-
dividual who doesn't jump up and down 
every time you make a move is likely to 
have enough confidence to want to 
tackle problems on her own. And these 
days, you'll be running into more and 
more women who seem pretty damn 
relaxed. 
Challenge and fulfillment. These are 
the things that are going to entice 
women to stick around and be more 
productive. And that's what managers 
are going to have to make certain they 
offer. It's the most efficient way to run 
a business. 
But it's not always that simple. Two 
years ago, the personnel department of a 
large Canadian retail store identified 50 
female employees who had management 
potential. Female Affirmative Action 
Planning - the kind of commitment 
that the U.S. government is now 
demanding from major corporations 
and that provincial governments in 
Canada are beginning to consider. The 
managers of the retail firm here in 
Canada figured that if Affirmative 
Action legislation is in the wind, they'd 
better get a head start; they employ 
hundreds of women in low-level posi-
tions. They also thought that these 50 
women would jump at the opportunity 
for advancement. A number of them 
didn't. They weren't interested in the 
added responsibility. 
Or thought they couldn't handle it. 
Announcing to 50 women one fine day 
that they were JUanagement material 
was not the route to follow. "Many 
of these women had been in subordinate 
positions for so long that the idea of 
being in charge was, at first, a bit 
scary," explained the firm's personnel 
director. "Promotable men in the firm 
had been nurtured, so to speak, from 
day one. We had put them into situa-
tions that demanded growth. Now we 
are embarking on the same route with 
the women we hire. We have organized 
group discussions with professional 
consultants for the women with un-
realized potential. And we are sending 
women on management training courses 
whereas we used to send only men. We 
are taking risks before the government 
gets on our back and we are finding that 
they're paying off. In the long run it 
costs less to upgrade people already in 
the company than to hire new staff from 
outside. Female turnover has also 
decreased now that women feel they 
can benefit by being loyal." 
Bell Canada has been involved in con-
centrated Affirmative Action Planning 
for women for several years. The 
motivation behind these programs was 
not merely altruism or fear of legislation 
that will impose quotas for women in 
management. Les Bailey, assistant vice 
president of personnel for Bell's western 
region puts it this way: "Not developing 
and capitalizing on the total human 
resources available simply does not 
make sense from a hard-nosed business 
viewpoint." Bell too has found that 
internal promotion works better than 
bringing in experts from the outside. 
In '74, the company came up with a list 
of 1,464 non-management employees 
who were management material. Forty-
two percent were women. 
Bell is also striving to change tradi-
tional male/female roles within the com-
pany. So far, they have 100 women in 
crafts and sales and 950 men in clerical 
and operator jobs. These numbers are 
small and Bell isn't sure why. "It could 
be a function of preference or lack of 
skill on our part in attracting people 
into non-traditional jobs," says Les 
Bailey. But one thing is for certain; the 
faster women move out of dead-end 
female jobs, the sooner Bell can make 
use of their potential. In a company with 
25,000 female employees, that can't be 
soon enough. 
Altogether, Ma Bell employs more 
than 46,000 people. Eleven thousand are 
in management positions. Realistically 
speaking, not everyone can aspire to the 
higher ranks. So Bell is working to 
improve lower-level jobs to ensure that 
their employees are more satisfied and 
therefore more productive. Once again, 
increased responsibility , seems to work 
best. Operators are encouraged to 
handle problems with customers that 
they used to take to supervisors. They 
no longer have to run for approval 
signatures on every slip of paper. 
By 1985, half of Canada's labor force 
will be female. These women will wield 
a lot of weight. Large firms like Bell 
Canada that sense the changing climate 
are not waiting for the holocaust; they 
are starting to put their closets in order 
right now. You'll fare best by doing the 
same thing. Like today. You can bet 
that the lady in your office has already 
begun to feel restless. Whether she stays 
or goes is up to you. Take her to lunch. 
Tell her about your next big deal. Buy 
her a drink. But only one; when she gets 
back to the office she'll have a hell of a 
lot of work to get done.• 
How are things 
where you work? 
We'll be publishing a selection 
of letters- from men and 
women so write to: 
The Editor, 
Quest Magazine, 
2300 Yonge Street, 
Toronto M4P 1E4. 








The difficult parking situation at Douglas College ia· readily 
apparent. Some improvement in parking apace has been effected at 
both New Westminster and Surrey this past au.er. Limited parking 
will, however, continue to be an aggravation. 
The n;nicipal Fire Departments require that free acceea fire lanes 
be maintained and parking in other than white lined designated 
parking spaces cannot be tolerated. This appliee to all motor vehiclee 
including motorcycles or motor bikes which muit not be parked in 
walkways or against buildings. 
If parking is not available in your preferred area, please look around. 
Relief from a tight parking situation at the New Westminster campus is 
generally available at the Canada Games Pool parking lot. 
Parking regulations at the College are the same as those you will find 
at shopping centres or supermarkets. 
Illegally parked cars will be towed sway at a considerable cost to the 
vehicle owner. 
May we please have your ·cooperation in the use of only the white 
lined parking spaces on campus. 
Thanks. 
uE Typing - Full and Part-Time Faculty 
Full and part-time fauclty members requiring typing will forward 
their requirement to their departmental stenographer, providing 
they and the steno have their offices on the same campus. Otherwise 
their requirement will be forwarded to the Campus Supervisor on the 
campus on which they are located, together with a typing requisition. 
Typing requisitions are available from all departmental stenos and 
Campus Supervisors. 
A typing request received at a campus from a faculty members whose 
office is on another campus will be returned untyped to the campus 
on which it originated. 
R.J. Reynolds 
.. 
